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1.

The purpose of this paner is to present a method of desianina a
viorking plan for differentiated starfino based on the career ladder
concept.

Much effort has qona into the develonment of career ladders for
different educational acencies. In most instances the theoretical parts
of the designs have b2en excellent. The accompanyina model diaarams
have varied from the simple to the comnlex. fne beains to wonder why
yith so much excellent thinking the widesnread use of a career ladder

in education is not more prevalent.

Several basic weaknesses are annarent upon examination of the
different proposed career ladders reviewed. One conclusion is that the
planners of some ladders neglect to provide an adecuate system of
implementation. The conceptual ladders are, in a sense, often unflaterally
developed by a university professor, a committee vithin an educational
system, or some aovernmental individual resnonsihle for develonina a
competency certification system. The coonerative effort of all three
related agencies are necessary to install an effective carear ladder.

The university must develon nroarams to train instructional personnel
according to the ladder levels. The school must develop hiring and
staffing practices consistent with the ladder, and state agency staff must
tend support and develop requlations that encourane continuitv. Given

the cooperative efforts of the universities, schools, and state agencies,
a second conclusion is offered; the money and manpowrer alloted to such

an activity is usually insufficient. 1Installing any new system requires
extra plannina over and above the reaular personnel workloads. Adding
adaitional individuals to plan, imnlement, and sunervise is rarely

possible. 'hat often is experienced is that seed monies are made




available for develonment but little is left for serious activation efforts.
fiood business planning reauires that a new nroduct or system

must not only meet a felt need for the consumer hut also be somethina

that can efficiently be managed. Any career ladder concent 1s nronosed

to meet a felt need caused by inefficient use of nrofessionals' time in an

educational settina. Afny career ladder must also he somethinag that does

not reguire an excess of time and expertise to manage. The comnetency

based career ladder discussed in this paner fits these tvo "aoed business"

paraneters,

The nool of technical manpovter is lackina to train individuals
functioning as moderately and severely retarded. State and federal
atencies across the hoard have determined this area as a hiagh need
priority. A survey of St. te Departments vho currently endorse teachers
in this area extend little control or leadership over tha nreservice
practices of the higher education institutions. tost often, where any
requirements exist, training of teachers involves only one or two survey

courses with a related practicum and 1ittle else (See Tables 1 2 2),

-----------------------------------------------------

Insert Table 2 about here
The comnetency hased career ladder concent offers a nlan tn the
universities and collequs for developing comnetency based nreservice
trainina progirars  State and local aaencies can use the nlan for deter-

mining meaningful inservice proarams,



TABLE 1
States Reguiring Endorsement for Teachers of the

Moderately and Severely Retarded 3.

Summary of State Department Responses

Informaticn Mumber
Requiring andorsement 39
Not requiring endorsemant A
Did not specify R
Total number of States responding 50

Summary of States Reauirina Endorsement

Reported 24-36 sem@ster hours in

special education 23
Reported 6-22 semester hours in

special education 12
Reported no specific course hours 4

USRIV VIR S —

Note-- Specific number of course hours in the moderately and severely
retarded area in any course regquired. Any terms, such as "trainable" vere
accepted for target area studied.

Mote-- Information collected tMay, 1973.




TABLE 2
Summary of 35 States

Requiring Specific Coursework by Areas

Coursework Area Mumber Percent
Ed, and Psych. of Excep. Child 33 94
Nature and MNeeds of the M.R. 20 54
Curriculum for the M. & S. Retarded 33 o4
Student Teaching (area of M.R. not designated) 15 43
Speech Comm. and Lang. Dev, 15 a3
Arts and Crafts 12 34
Tests and Measurements 11 31
Parent and Child Counseling 11 31

Coursework Areas with 11% or Less Frequency

Knowledge of Conmtnunity Agencies and Resources
Bahavior Modification

Physical Education for the M.R.

Human Growth and Development

Vocational Skills

Mental Hyyiene

b s 4 e £ A Aa e | e gy Ty = P 4 m ko L o e e b Ao ot ® e amtan

Note-- Information collected May, 1973
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An adequately desianed career ladder can nrovide services to

more students. The State of Colorado, for examnle, currently serves
an estimated two-thirds of the clientele eligible for proarams for the
moderately and severely retarded ‘then 100 percent should he served.
A competency based career ladder, as the one provided in this paner,
can be the mechanism to provide services for more individuals at a
reduced per nupil cost by having adeauately trained suhprofessiorals
carrying out activities of a less technical nature within the educational
settina. This vould free the more technically trained staff to nlan
programs, oversee the suborofessionals, and work with the more severe

training problems (See Figure 1).

W N R B A M S NP G e A W B e P4 A B e R MR SR G M e BN AP N N M YR R M R R e e e

L R R e e N L L L

Cne is not to he misled bv the reduced ner nunil cost as meaning
reduced program costs. The chart in fiqure one is merelv a nroposed
idea to increase services and therefore impraving the efficiency of
training effort to a larger nunil population vhile keepina proaram costs
the same

The Administrative Framawork

The concept of a comnetency hased career ladder has a verv
definite imnlication for procram administrators. It must be allowed to
work., The qoal of success is lonaterm and may yield feu revards until
all instructional personncl are fully trained and have had time to work in
the new system. Any breakdown in the administrative dovernance from
the highest to lowest lavels of nersonnel can imperil success.
A career ladder must work throuah several levels of control.

The State adency, usually the Nepartment of fducation, Social Services,



~
£

o staf

v

kY

ding

b ot

estimates and do not

ty acco

current

s2d on

-~

D

are

e

4. O N o o o
£7 N i - C Vo)
Q ey a2 <4 ' i i
LT T A 14
=y 2
(&)
<.
[ L Lo [} (e S
o O e 4 I~ \0 (4] ~
[SEEN o] £ G [QN] A
- s ) 42
> J P wn
Y .
“ J
O (63} /
LL )
o« T ‘ -
QO (O]
o o M )
[ <. ,:’;.I .
3 "a <.
= <> (2] .1}‘3
5 5. ”n (/;' .{m %]
o [J] e o wn - ot <
(o] 4+ [d] raep U g, FStl (o]
3 43 W e DT ER G tn) -
5. i as >l e © e v enfas
Lo [a® (o0 S SRS i 3] 5]
(e 3] 3t Yen 'O (4]
Q S a |agp (&= <
(& = Q 3 - 4 -
s % 2 e 2
s 4 Q v o~
o 4. 42 f—
4 SoQ < &
42 €. et NS
r— w : { o
el (@] [
w 3 (&5 ]
O @
0. vy (V] 8
o @] K
S . +2
[a 9 [@]
b
j [qW
i | & ] —
@ P Y. O — ] —fas
RS +5 [ gl VIR »e . it
44 > Qg 3D (] o~ cl .
p IS ‘- s ™ — e [
3 [a W — ) e
— (&)
L. [y}
[ (@]
(e +3
4 o < (o
G- 7] S L <
<3 o L) (48 Ly
30 e
w s
L.
5. (@]
Q) O
] O
L 9 v
Q)
[ 15
+ <
pt c (@)
-+ 9] -
M £ 3
g & o
3 on 3
; - &
%: wy B
(@] [ %] (%]
[ Res ool
Convt
[ &p] e
[ %] e |
e C) 9]
(o <3 W
t - <
61 e e
3 (g
(V]
-
+2 3
I RS
© @]
. : b
3 O
O WO \l

ERIC

Aruitoxt provided by Eic:

¢ 3ased on 3,000 clients.




7.
7

Mental Health, or Institutions, is resnonsible for the financial maintenance
and unified updating of the nlan. The local aaency, which can be the
conmunity center boards or school district, is respcnsible to the State
by maintaining the hiring practices reauired in the career ladder. In
some instances, services are purchased by private aroups and they, too,
have the responsibility to follow the recommended hiring oractices. Al
levels of administration must work together to see that the teachers
practice their competencies, Failure of any aaency or subaaency can
serfously jeopardize the effectiveness of a career ladder.

So often a good plan never gets off the qround because of poorly
defined administrative procedures. There should be a central office
staff within a State level aaency responsible for the ladder maintenance
activities. This staff coordinates the many aaencies involved, keens any
manpower data of all instructional personnel, provides for inservice
training and evaluation, and acts as a change agent or facilitator whenever
necessary,

Refore moving at full speed into changing a current system, one
must first look at what is already there. Most systems do use some
minimal differentiated staffing patterns. Local trainina staffs include
aides, teachers, and therapists; and their resnonsibilities do vary somewhat.

[t 1s wise to first ask the question, "To what extent does the current
instructional personnel system need chanaina?" This orimary inquiry
will save considerable headache and possibly offer some beainnina olan
of attack. If the situation sugaests merelv the addition of a sinale ster
within an existinag ladder or the creation of an entirely new career
proaram not in existance, the procedures are relatively simnle. If,

however. the area in which the career ladder is to be used already has
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established staff nolicies 1n which the new career level aguidelines do not

fit. the nrohlem 1is considerahly areater. linfortunately this second
situation usually prevails in most career areas; and. it is esoeciallv
true in the development of a career ladder nrogram for instructional
personnel of the moderately and scverely retarded.

Dimensions of a Competency Pased Career Ladder

Once the basic mechanical elements of administration betveen
the agencies are resolved and a basic trust is established between them,
the actual develorment of a compatenty based career ladder can beqin.
The following discussion includes those dimensions incorporated in the
tadder for instructional personnel of the moderately and severaly
retarded proposed in this paper. The test of such dimensions is their
general use for career ladder development to any or all areas of education.

RationaleDimension

The first consideration of the career ladder develonment is the
“product.” In this instance, the product is student skills developed.
The reason for an educator's very existence is only to assist a student
to achieve his areatest potential,

Each student may require a variety of assistance within the learning
environment in order to achieve maximum notential. A normal manage-
ment model may include such criteria as a ratio of one teacher for every
six students, a speech therapy caseload of 35 students, or that each
training center must contain a Master Social l'orker. The attemnts to
match the specific needs of the student with the mythical nrofessional
staff based on this management model become an exercise in futility.

The rationale for a nropose competency based career ladder is

therefore built on the following assumptions:
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1. A lower per pupil cost method of education for the moderately
and severely retarded can be estahlished throuah the differentiated
staffina patterns developed through a competency hased career
ladder (cost-benefit).

2. Instruction:’ personnel are trained to meet the needs of
students (cost-¢f fectiveness

3. Advancement to a higher ladder level 1s determined bv new
skills developed rather than longevity and adequacy at the
individuals current status (staff development-motivation).

Job Analysis Dimension

In jeb analysis the tio phrases "what gets done" and "what one
does” becomes a major block in develooment of a ladder and must be
clarified at this time. Job resnonsibilities are often desianated after
the fact of the hirina nractice Many of us have heen in the nosition of
being hired to fi1l a particular vacancy. Then after a short pariod of
time on the joh w2 are asked by the administration to write our own joh
description. This procedure can leave caps in needed services and nften
gives an outvard appearance of an illdefined master nlan.

The teaching assignments, administrative decisions, and testina-
diagnoses performed are examples of "what gets donei" these are job
outputs. The job title does not dictate every job outnut resnonsibility
one may assume., For example, an individual mav he hired as a teacher
(job title) but may perform in the role of consultant (joh resnonsibility)
to another teachesr. Or, simply, a teacher may do some diaanosina and

a diagnostician mav do seme teaching.
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Job analysis is concerned with “what one does" ar input. Tvo

people, hoth titled as teachers, may have very differant job {nnuts.

One has the skills not only to teach but to Ao diaanosis as eell, while
the second only has competence for the formal asnects of c¢lassroom
teaching. Competencies and technical skills required to perform the

needs of the job definitely have a relation to individual placement on the
career ladder,

The concept of role responsibilities offers a relatively simple tool
to analyze "what one does," ar for new nersonnel, “"vhat ane should do."
The 1isting of roles {See Figure 2) is refined from the many 1ists offered
by experts and is for the direct nurnose of meeting the environmental
needs of the moderately and severely retarded. For those readers
considering a career ladder for their onn interest area, this 1list of
roles may be expanded, reduced, or combined.

then reading the list of roles, remembter that these are not job
titles put activities. Too often a teacher will refuse to accent that she
is performing the administrator role when in fact she often makes almost
100 % of the decisions regarding the specific trainina cantent for a student
in her classroom. 1 cite this example as a caution hecause without fail
readers attempting to read this new conceot will invariahly slio back to
readina position titles rather than roles individuals assume in any

instructional position.
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----------------------------------------------------

---------------------------------------------------

The role concept has a subset, judament risk., A hiah risk
activity, reqardless of its simplicity of skill, derands a high career
ladder placement. The axiom to follow 1s-- the gqreater the decision
making responsibility, the greater the joh risk:; and the areater the job
risk, the higher the nlacement on the career ladder. It is vossible that
personnel placed on the career ladder may be required to have similar
skills but still be at different levels because of judament risk respon-
sibitities.

The career ladder concept offers opnortunity for continual
examination of work requirements for the nositions within i1t. ‘*hen
several new activities within a position become more or less reaular
onligations, then steps of the ladder can he altered to meet the needs.
This is accomplished by adding specific competencies within the existina
Tadder or by adding additional steps to the ladder itself.

Prescribed and discretionary activities are the two elements of
what one does. Keeping the two elements separate can aid the career
Jadder developers with tha job analysis dimension.

Prescribed activities. Certain activities are expected. They

should be determined and carefully written dovn in behavioral terms by
managenent prior to the hiring of an individual, These can include some

of the results expected {vhat gets done) but alwayvs sets the l1imits of



FICURE 2

Staff Rolas in an Instructional Setting

1. Human Link

The human 1ink facilitates the use of services outside the in-
structional setting. Activities include bringina the resources to the
student and family or transporting the student and family to the re-

source, The pracess may be a direct or indirect service,

2. Advocate

The advocate assists in chanaino the student's environmental
nroblem areas. Activities include providing the public with infor-
mation, moving n2ightorhood and community to dovelon job opnortunities,
encourdning public officials to enact laws and nnlicies that affect
the welfare of the student and family, and mobilizina community re-

saurces to augment the instruction center proarvam.

3. Fvaluator

The evaluator determines the needs of tha student through formal and
informal assecsmant, and determines the required level of sarvices

to mnet the assessad nends,

4, Teacher-Trainer
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FIGURE 2 (con't)

The teacher-trainer is the assigned nrimary contact person between
the training environment and the student. This orofessional is resnon-
sible for performing the snecific activities reouired to effect any
change in behavior through direct instruction of the student or indi-

viduals within tha student's environment,

5. Consultant

The consultant nrovides exnertise necessary to menat student needs,
Activities include offering specific and technical advice to direct or
indirect parsonnel responsible for the wellhaing and develooment of a

student and family.

——

£, Care fivopy

The care giver nrovides nrotection to the student., Activities

include watching, feading, claothing, and housing an individual,

7. Ndministrator

The administrator makes mananoment decisinns and facilitates nro-
arammina,  Cecision levels vary from determination of a sinale instructional
unit te the nolicy making lovel of an entire instructional nroaram in such

ar2as as tinancing, slannina, and traininn,
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vhat 1s to be done (vhat one does). This set of activities appear to

have no flexibility; however, they may be nenotiated either during the
prehiring interview or after one is employed.

The ease that management has to evaluate the performance of
prescribed activities is based on the specific terms used to describe
them, Such terms as reliable, pleasant, proper, and adequate are often
used to delineated prescribed activities but leave the employee as in the
dark about their work outputs as if there were no prescribed activities
at all,

Expectancy 11sts should be developed through an interaction of
those who are currently reaquired to perform the activities and the
management level personnel vho will directly judae the performance
quality.

Discretionary activities. Discretionary activities are those

specific methods each instructional staff member uses to aet the job
done. The limits of nerformance are set by an individual's own education,
training, experience, and creativity. This element includes such
considerations as the length of time a teacher keeps a student on a
certain motor-perceptual task, the specific hehavior modification tech-
nique used to teach toilet training, or how an unexvected antisccial
‘behavior is manaded.

Evaluation of teaching performance of discretionary activities is
based on an employee listing 1rather than a management listina as in the

case for prescribed activities,

Middle Manaagement Mimension

Quality middle manacement administration is the kev to a success-
ful career ladder. The hest desians become unqlued if administration

is insensitive to staff devalorment and staff motivation.
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Staff Navelooment, Inherent in tha svstem is evaluation. Mid-

dle mangers have the responsibilitv of sneina to it that instruction-
al staffs are verforming their prescribed and discretionary acti-
vities,

The usual manner is to evaluate staff nerformance throuah rea-
ular visits to the classroon. In manv cases the results of such visite
are inadequate. 0Nften the rencrtina form used is constrictina or the
staff may only be performina hecause a visitor is in the room, This
method, however, remains the most nonular means of evaluation,

A more effective means for evaluating staff is throuah critical
incident renorting. The formal visitatiun methad may he effective
“then examining nrascribed activities, hut the method a staff mem-
ber uses when handlina *the unexpacted can only he renorted hy anno-
tations of critical incidents,

The method is simnle hut time consumino, As the administrator
moves about the educational satting he must abserve the djscretionary
activities of the staff and keen a record of the ayents seen. Remem-
ber, it is just as imoortant to keen records of a staff memher's
positive activities as the negative ones,

The artifact of administrator biases often disnlaces fact vhen-
ever there are performance aualitv disnutes hetween manaoement and
instructional staff. To reduce this nossibility it is crucial that
parsonnel evaluators be awvare of these followinn consideratinnsg:

1. It matters verv little what formal nolicies, statutes,
and auidelinas control agencics from the State level,
fhat really makes thinos hapnen are the informal decisions

of the adminstrators at the local lavel. 1t is here that




15,

the climate of the work environment {s actuallv set,

2. Instructional personnel must know the nrescrihed ac-
tivities under vhich they are exoected to determine their
ovn discretiorary activities. The administrator must first
determine exactly vhat is exnected in terms of staff ner-
formance and vlace them in writing. On this hasis, compe-
tent evaluations can be accomonlished.

3. MAdministrators must be able to observe critically and
report both positive and neanative incidents as thev relate
to individual performance at any time.

4. Administrators must be truly interested in the function-
ing of an individual staff memher. Lack of sensitivity
for needed change efther in skill levels of an individual
or in the joh reauirements tends to vork aqainst tha over-
all elfectiveness of the proaram.

5. Administrators must he avare of their own hiases toward
an individual staff memher and he abhle to divarce these
biases in the evaluation of wark ouality,

Through constructive evaluation procedures, a firm hasis for staff
development is forred. Staff kreows what 1s exnaected of them and how
they are judaad. Confidence is develonad hetween manacement and the
inctructional perscnanel. Imoreved verformance auality is the aral
and that the ranorted weak arcas are descrited in sufficient ¢otail
to nirngint ovahicm areas for imprevement,

SHalT mativation, Many AF us hava read nerformanca renarts that
an individea? ds 2apihle of uerforming - tha fob adecuatoly it 46,

apparenctiy lazy, inconsistont, and uhiamluad,  T1n sone in3cancss
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the individual may have an emotional nroblem that interferes with
Jjob performance. Little amelioration can be activated by an agency
without outside heln. But, in mogt instances the fault is with the
vorking atmosphere that management provides,

Several probiem areas have been proposed by Maaer and Pipa (1972)
that can be ameliorated by slight alterations in the administrative
posture of an agency. One should first examina the workina conditions
to determine 1f doing a good job has as a conszguence an-avérsive rein-
forcer, inappropriate reinforcer, or no reinforcer at all., Secondly,
one should look at the job requirements to determine if the staff
person is doing work at a level heneath their ability where there is
no challenge. And, finally, one should examine whether the staff
person has become inert because of no aoparent onportunity for advance-

ment.

Growth Opportunity Nimension

The career ladder approach nrovides for regular and positive
incentives for unward mobility. It is a model that has application
for compencatory plannina as well as specifically organized training

components.
Formal education as a criterion for hiagher level placement is
one method that can be used. Demonstration of on-the-job nerfor-

mance is certainly impottant and should also he used for determining

>

prome Lion, Taie 2a0 imply two ladders are needed, but a well defined system

4

in wiiich dymei2 %0 coi’e32 are correltated with teacher skills devel-
oned veqient gy 2 sinata laddoe,

"~ oy . ! I PRV [ R 3 ey 3 :
SRV (3D ey e o urnieety Cavatgoasd ty evaci by the medium

3 alat ) PRFOFS ol (e . A i At ] NS AP 1 W ‘. a3
in wrich ouo?F opanss sooatTicatay the Yenayloval eritaria caavired to

advance upward, It micst also bo fiowible enough 1o allow staff to
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e!ecé their own methads for reachina these behavioral criteria.

Compensatory nlarning. !lanacerent does not have to aquarantee

regular salary increases and benefits basaed an longevity. PRut recard-
less whether lonnevity or merit determines comnensation, a wall defined
schedule is extremely imnortant. The key for usino the schedulad
raises as a motivator is most effective vhen the new staff memhers

are made aware of the policies governing them Adurina the hirina in-
terviewrs, A haphazard schedule can lead to mistrust and unhealthy
interaction between staff neers and with manaoement.

Training components. Provision for staff davelonment is the

responsibility of mangement. PRut, the actual trainina activities may
be provided by an cutside source.

Training proarams should have a purnose. A workshon aiven only
because it is available can he wasteful both in time and monev. The
criteria for any inservice instruction would fulfill one of the follow-
ing three purnosas:

1. Staff trainina is for the amelioratinon of specific indi-
vidual weaknesses within a career ladder level, for the com-
pletion of training for individuals weak in certain skill
areas, or for unarading individuals to hiaker career ladder
Tevels.

2. Staff trainina is for additional comnetencies added to

a step on the areer ladder,

3. Staff trainina is designed to inform nersonnel of new
products, methods, nolicy changes, or stratenies needed which
-are not considared part of.-the carear ladder plan, but they

may be critical to the smooth functioning of the nroaram.



in,

An Empirical tlodel for Colorado

The followina recommendations are based on professional observations
and the expressed needs of the Colorado Community Center Administrators,
The Colorado system is a nonpuhlic-school, county community training
center program with certain reaulatory controls by the Nepartment of
Institutions, Division of Developmental Disabilities.

Current Status in Colorado

In the ;3st, most programs for the moderately and severely retarded
in Colorado vwere considered maintenance and day care center facilities.
Research has shovm that most retarded children can become functional
people, canable of learnina and maintainina some financial indepen-
dence. Advances in medical and therzpeutic treatment have enahled
individuals with multiple handicaps as “ell as retardation to function
on higher adapntive levels not considered possihle only ten years ago.
Observing these retarded performing in the community and seeinn them chanae
in the State’'s home and training schools attest to this point.

The Division of Developmental Nisabilities, avare of the client
need first wrote rectmmendations for teachers in the community centers
to have some appronpriate training during the earlv 1060's, Then in 1070
they published a manual for community centers as a further attemnt
to improve program auality. Additional profession:l ~uidelines were
included for minimum qualifications of instruction personnel (See
Figure 3). BRI . ‘ . L

The University of Morthern Colorado, &t that time, ‘réauested and
received permission to prvide tgacher trainina with an endorsement in this
area by providing a few survey courses to their curriculum. They have

now determined that such an offering is inadeauate and are since pro-
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vidina an aporoval system of preservice trainina based on the comne-

tency model, nravided in this paper,

Insert Fiaure 3 about hare

It nust be remamhaered that fer teachers are really orepared to
instruct modaratelv and severely retardsd students. Fer Colorado in-
stitutions of hiagher education are offerina a full oreservice trainina
pragram in this arca. The new porconnel presently comina into the field
for the first time are not much better traingdqthan the eneraetic pi-
oneers who fostered the community center proaram over nine years ago.

In asking the ouestion, "To what extent does the current instruc-
tional personnel system need changinn?", two veaknesses are annarent,
One is the relatively simplistic State reauirements for teacher nre-
training. The other is the abscence of joh descrintion at each rasi-
tion (Sea Figura 3). There can he little contral of parfarmance a-
ccountahility without a neescribecd job decrintion of each, These areas
are correctible hut recuire considerable mapanement effart and commit-
“ment, Mna cannot remain stannant; avareness of the weaknasses ara only
accentable if there is active nlanning to ameliorate them,

Some staff structure alreardy exists in folorado, so imnlementation
becomes a commlax oroblem, Two strategies have heen exarined, One
is the design of a medified system and substitutine it bv narts within
the current structure. This method assumas that all parts of the new
plan are currently axistant in some form and that the modification does
not disrunt the nannoing norsonnal practices. The sacond suaaestion
incorporates the assumntinn that soma parts of the current svstem should

be eliminated; and the novel narts of the ne'r system will be installed
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FIGURF 3
Current Professional Reouirements in Colorado for

Instructional Personnel of the “'odarately and Sayarely Retarded

Aida

1. MOHE

Teachar

1. Rachelor's deareae

2. Endnreement in special education or carly childhnod education

Instructor-Snecialist

1. Bachelor's dearee in a behavioral science such as occunational
therapy, niysical theranv, sneech thecanv, nsvchaloay, etc., or a

special area such as home economics, music, phvsical education, etc,

Instructor-Technician

1. Associate of Arts deqarea vith emnhasis in human aroth and child
developnent
2. Coursework in mental ratardation

3. Practicun in t2achinn technoloay

Colorardn Nenartment of Institutions, Nivision of “antal "ntiaedation.

Administrative Procedures Community Services 'lanual "o, 1 (revised), 1970,
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on a nredetermined timetable. The decision pronosed in this naner
is to incorporate the latter nlan.

A certain degree of error w111 alwavs occur in the orocanization
and implementation of a totally new ptan, Any nlan should be basad
on the most reliahle advice and information available; noals and mea-
surable objectives -have to be .written; procedural steps must be cleae-
1y stated; administrative controls have to be defined; flexihility
mist be inhereat in the desians and all involved nersonne) must he
kept informed,

Flexibility may be the most important key to the career ladder's
success., It is exnected that changeover in some centers will be compar-
atively easy while, because of uncontrollahle restrictinns in others,
1t will be difficult. Some information collected mav later he considered
unimportant so that new dzta keenina instruments i1l have to he developed,
Reqular evaluation must he maintained to identify area weaknesses and
inadequate listings of comnetencies. A -Lerfect product is alwavs strived
for, but exnectancy at some lo''er level has to be temporarily accepted,

The model career ladder steps as nresanted for Colorado evolved
from thorough considerations of the rational, job analysis, and man-
agement diménsions. The minimal educational requiremants at each Jevel
have bean developed accordina to complexity of s%i11s required and judae-
ment risk raspensibilities. (See Aopendix for comnlete Career Ladder
including a listina of compatencies and Performance “tijectives for each
Tevel.)

Every level of the ladder assumes a nrofessional-respensihility.

It is recomrended that avery staff individual maintain memhershio in

at least one of their job related nrofessional croanizations,
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Exnectation of Effort

Develop a statewide, cooporative career ladder nroaram for current

—

instructional parsonnel. It is expected that this aoa) is to he accom-

nlished throuth a coonerative effort between a central coordinating office
and the different higher education institutions. Comnetencies cained

in one institution is then comparable to those of another and to this
degree the different institutions can share in-an individual's devel-
opment.

Provide a strateay that trains, ondorses, and arants dearces to

instructional nersonnel of the moderatelv and severnly retarded. The

training activities of instructional nersonnel need not only be a functinn
of the hiaher education irstitutions. Certain comretency directed in-
service workshops oriqinating from the State Nivision of Navelopmental
Disabilities office can serve in this capacity to facilitate the in-
stallnent of the career ladder, Later, these insarvice workshans can

he used to train community personnzl in comnetency areas not develoned

in the original plan.

A manaceable endorsement plan will he developad allowina ner-
sonnel to recefve credit for skills attained nrevinus to the installment
of the career ladder, to fit within the current nlans for career devel-
oprient, and to be within the acceptable ouidelines of the different
higher oducation fastitutions.

Nearee orograms i1l be developed throuch the colleaes and univer-
sities. Fach institution vill have use of the ladder-as a map for
coursevork development,

The current university nreservice trainina proarams and the State
minirnum qualifications do not meet the reguirements rocormended in this
career ladder. It is nlanned that the chanaeover w111 tale three to

four vears to complete.
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A Final 'ote on the Pronosed Comnatoncy Rased Career ladder

Two years ago, then the teacher reocuirements in Colorado ware
established, it was felt that a milestone 4n inctruction of +he mod-
erately and severely retarded had hoen reached, The same faeline
holds true for this current concentualization. The career ladder, as
presented, is a model for all concerned with the adantive develon-
ment of the moderately and severely retarded in reaching their
greatest nctantial in any rural or urban setting, vhere there is a
multitude or paucity of resources, or if nrovided in Colorado or any

other state.



APPEMNIX

A COTPETENCY ASFD CARERR LANDER FOR
INSTPUCTIAMAL PERSO'MEL NF THF

NINNERATELY A SEVEPELY DETADARN




A COTPETENCY BASTD CARLER LANDED FOR
THRTRUCTIN® L PERSAMIEL OF THE

HMODERATELY AND SEVERELY RETARDED

Seme variation nay be determined acceptable unon reauests originated
by a Tocal Cormunity Centar Doard or in tho-case of some purchase of
service agencies that snecialize in vorking with clienis of certain spo-

cific disabilities such as corebral palsy, deafness, blindness, speech

handicanped, etc. In every case, evaluation is on an individual basis.

LEVEL:T AIDE

Responsihilities:
The Pide may he assioned as part of a nonl to be usad as the aaancy
administrator deems necassary. or may be assianed directly to a-
ssist a Teacher, Specialist, Teacher-Surervisor, or Specialist-
Supervisor. Maintain and follow the policy and procedures of the
agoency.

Duties:
1. Carryv out specific directions of assignad leader,
2. TVanage simple nroaress eveluation devices.
3. Supervise activity periods.

Prerequisites:
Must be at least 16 vears old for part-time emnloyment and 18 years

Q
ERICT age or high school graduate for full-time emnloyment.

IText Provided by ERIC



Minimum Competencies:

1. Canable of followina directions.

2, Be able to vork as a team member,
3, Display ability to work with handicanped children,
4. Collect and renort data to assigned leader,
LEVEL II: TRAINING ASSISTAMT
Responsihiliting:

The Trainina Assistant mav be assianed as nart of a nrol to he used
as the anency administrator deems necessary, or may be assioned dir-
ectly to a Teacher, Snecialist, Teacher-Supervisor, or Specialist-
Sunervisor. Training Assistant shall not he assiaoned Level III or
Level IY resnonsibilities. ™aintain and follow the nolicv and oro-
cedures of the aaency.

Duties:
1. Carry out specific directions of assianed leader,
2. Manaae simnle proaress evaluation devices.
3. Perform techniques of hehavior modification as directed by

assianed leader.

4. Assist asstanad leardar in orescrintive traininn of individuals,

Prerequisites: (effective Sentember 1, 1975, for all nersonneld

1. Tvwo years colleqe.

2. Coursework in earlv childhood, develonmental nsycholoay, eleman-
tary education; or

3. Associate of Arts dearee in specific areas nertinent to the nar-

ticular client ponulation served: or
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A, l'ave an exnarience hackaround that can demonstrate a comnetency
in skills that are heneficial to the nerticular ¢li~ont ponulation
soryad,

5. Completed a nromgram of a snecified nature as Mental Retardation
Techinician,

lote-~

Exception to the above prerecouisites: Those individuals who have

been emnloved in this capacity in the Colorado Community Center

System, prior to Japuary 1, 1974, shall continue in this capacity.

R

inimum Cerpatencies:

1. Compotencies 1, 2, 3, and A of LEVTL It AINDE,

2. Disnlay understanding of develonmental disahilitins with emnhasis
on mental rotardation.l

3. Trained in approved behavier management techn‘iques.2

4, Ahility to vrite client aoals and objectives arnrorriate for
use with the moderately and severely retarded,

2
5. Skilled in the use of informal and formal assessment techniques. .

1. Snecific performance chiectives are not deovalanad at this time,
2. Specific performance objectives are thz same as the LEVEL JII:

TEACHERS and SPECIALISTS.

LEVEL TIT: TEACHER

Resnonsibilities:
The teacher is rasnonsible for the Adaily nroarammning and development

of the clients assigned to that classroom; and extra duties shall ba



nerformed as assioned,  "aintain and Tollow thae policy and vyoceinye

or tho saoancv,

1. Oroanizing of schedule an? desianino of daily nrooran, vhicn

incl Tos the involvement of nporsonnal and nreparatiop of moterials,
2. '"ite client objectivas for oach individual in the assionsd areun,
3. Imnlenent a prescrintive oroaram in the arer of exnartise.
A, Perform formal and informal client assassments.
. Coordinate proarams and activitiss vith narents and acuvardians,
. Droanize and neintain aporovad behavior manaaement proorams,

’

7. Shall work in consort vith such other nersonnal as may he necessary
to develon an annronriate nrooram for each individual wiithin the
agency.

Prercauisites:  (effective Sentember 1, 1975, for all nersonnel)

1. Rechelor's deoypn,

2. Malid Colorado teachinn certificate.

3. Endorsement in the area of the modorately and soverely retarded
or combined endorsement vrith the mildly retarded with practicum
or two years exuarience in develomoental nradram serving the
roderately and sevaraly rotarded,

[Hinfrnun Compatencies:

1. Disvlay considerable dopth of understandina of developmontal dis-
abilitics with eannasis in mantal retardation,

2. MbiTity to write client coals and objectives anpronriate for use
with the moderately and severely retardesd,

3. Skilled in the use of informal and foriral assnssment tecmicuns
anpropriote for use with the moderately and saverelv yotarded,

O

ERIC

Aruitoxt provided by Eic:
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A. Trained in aonroved behavior manadement techniques and the writina
of behavior manaaement proqrams,
5. Ability to desian individualized and grouo oroarams for use vith
the moderately and severely retarded,
6. Ahility to implement individualized and aroup nroorams for use
with the moderatelv and severely retarded,
7. Ahility to interact v1ith narents in consultation and home program
nlanning.
Mote--
See "Performance Ohjectives of Comoetency Trainina Areas, LFVEL III:

TEACHER," for a complete description of each competency.

LEVEL IIT: SPECIALIST

Responsibiliites:

The Specialist is to perform only those skills in the area of

comcetency. Responsibilities include the mananement of a schedule(s)

and programs for clients placed within the assigned qroun(s), nro-

vide consultation to others, nerform any renortina as it relates to

the assigned clients, assist other aaencv personnel, and maintain

and follow the policy and procedure of the aaency.

Duties:

1. Oraganization of schedule and desianina of daily proarams, which
includes the involvement of personnel and preparation of materials.

2. Mrite objectives for scheduled individuals in the arra of expertise.

3. Implement a prescriptive nroaram in the area of exnertise,

4, Perform formal and informal client assessment in the area of

expertise.
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5: Coordinate programs and activities with parents and cuardians in
the area of expertise,

6. Organize and maintain approved behavior manaaement nroarams,

7. Shall work in consort with such other personnel as mav he necessary

to devalop an appropnriate program for each individual within

the aasency.

LEVFL IV: TEACHER-SUPERVISNR

———— ——

Responsibilities:

The Teacher-Supervisor activities may vary accordina to the needs of
the specific agency. In some instances, placement is within a class-
room and assigned duties of the LEVEL III: TEACHER. In other settings,
the job includes coordinative, intearative, administrative, and con-
sultative activities. The Teacher-Supervisor can he expected to
perform in such capacities as Assistant Agency Administrator, Head
Teacher, Principal, or Regional Curriculum Consultant. This person
maintains and follows the policv and procedures of the agency. The
Teacher-Superyisor also coordinates in-service traininc,
1. Ability to perform all of the functions of the LFVEL III: TEACHER.
2. Administer proaress assessments of a technical nature.

3. Design major proqram plans.

4

Prepare project oronosals and program bhudaets,

[ ]
.

Consult and assist staff in desianing smecialized trainina proqrams
to meet client needs.

6. Evaluates instructional nroarams and agencv nersonnel.




31,

7. Prepares reports of a statistical and/or interpretive nature,

8. Organize staff in-service training on new materials and instruc-
tional techniques, program strategies, etc.

9. lork with parents and adjunct related agencies.

Prerequisitas: (effective September 1, 1975, for all personnel)

1. Master's degree or B.A. plus 3 years experience dealing in the
mental retardation field.

2. Valid Colorado teaching certificate.

3. Training emphasis in area of expertise with practicum, internship,
or two years experience in a developmental program serving the
moderately and severely retarded.

Minimum Competencies:

i. Skilled in all competencies of the LEVEL III: TEACHER.1

2. Trained in the development of prescriptive instructional programs,

3. Trained in program budgeting.

4, Considerable knowledge of program materials and developmental
strategies.

5. Skilled in cemmunication.

6. Skilled in techniques of research design.

7. Skilled in consultation and home-planning programs with parents
of the moderately and severely retarded.

Note--
1. See "Performance Objectives of Competency Training Areas, LEVEL III:

TEACHER," for a complete description of each competency.
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LEVEL 1V: SPECIALIST-SUPERVISOR

Responsibilities:

The Specialist-Supervisor activities may vary according to the needs
of the specific agency. In some settings the job includes adminis-
trative and consultative activities. The Specialist-Superyisor can
perform in such capacities as Assistant Agency Administrator, Head
Specialist, Principal, or Regional Specialty Consultant. Maintain
and follow the policy and procedure of the agency. The Specialist-
Supervisor also coordinates in-service training.

Duties:
1. Perform all the functions of the LEVEL IIIT: SPECIALIST.

2. Administer progress assessments of a technical nature in specialty
area.

3. Design major program plans.

4. Prepare project proposals and program budgets.

5. Consult and assist staff in designing specialized trainina programs
to meet client needs.

6. Evaluate instructional prodrams and agency personnel,

7. Prepare reports of a statistical and/or interpretive nature.

8. Organize staff in-service training on new materials and instruc-
tional techniques.

Prerequisites: (effective September 1, 1975, for all personnel)

1. Master's degree or B,A. plus 3 years experience dealing in the
mental retardation field.

2. Training emphasis in area of expertise with practicum, internship,

or two years experience in a developmental program serving the
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moderately and severely retarded,

Minimum Competencies:

1.

Ability to perform all of the functions of the LEVEL III:
SPECIALIST.l

Trained in development of prescriptive programs in speciality

2
area.

Trained in program budgetinq.3

Consideretlc knowledge of developmental materials and slrateyies
in specialty area.2
Skilled in corrmunication.2

3
Skilled in techniques of research design.

See competencies Tisted for LEVEL III: TEACHERS and specific
performance objectives to be developed.
Specific performance objectives are not developed at this time.

See parformance objectives for LEVEL 1V: TEACHER-SUPERVISOR,



PERFORMANCE OBJECTIVES

OF

COMPETENCY TRAINING AREAS,

LEVEL II:

TRAINING ASSISTANT

34,
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PRELIMINARY NOTE

The philosophy underlying the competency of a training assistant,
described by the performance objectives, 1s to provide this person with
the skills to qualify him to become part of a professional team to be
used in an instructional setting with moderately and severely retarded.
This person must be able to work in direct consort with personnel at all
levels, maintaining a support role in the instructional process. Knowledge
and background history of the retarded, assessment techniques, instructional
methods, parent-agency interaction are part of the competencies to be

shared by the professional team.
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1. Ability to display knowledge of developmental® disabilities with

emphasis on_mental retardation

Goal:
The Training Assistant shall have sufficient background and knowledge
of the developmentally disabled with emphasis on the moderately and
severely retarded.

Objectives:
1. The T.A. can write and explain the definition of "mental retar-
dation" set forth by the American Association on !tental Deficiency

from the Manual on Joerminology and Classification in Mental Retardation,

Grossman, H.Jd. (ed.), American Association on Mental Deficiency,
Special Publication Series MNo. 2.
2. The T.A. can describe and/or identify developmental milestones

in each of the domains; nantal, ohysical, and sccial adjustment.
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2, Ability to write learner goals and objectives abpropriate for use

with the modarately and severely retardad

The Training Assistant shall understand the functions of and be able

to write learner goals and objectives appropriate for use with the

moderately and severely retarded in the three domain areas.
Objectives:

1. The T.A., given a list of statements, can identify the purposes

of learner gcals and objectives.

2. The T.A., given a list of definitions, can state the definitions

of learner goals and objectives.

3. The T.A. can write a learner goal in each of the domain areas.

4. The T.A. can write a learner objective that meets a goal in each

of the domain areas.

5. The T.A, can write a terminal objective and chain four related

subobjectives using either forward or reverse chaining procedures.

6. The T.A., given a terminal objective and a series of other

objectives, can determine vhich objectives can be included as sub-

objectives and order them using forward chaining procedures.
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3. _Skilled in the techniques of assessment appropriate for use with the

moderately and severely retarded

Goal:

The TRAINING ASSISTANT (T.A.) shall have sufficiently
integrated information of informal and formal assessment techniques to
be able to understand student information and perform individual
student assessments; and be able to relate this data to specific
individuals in the three domain areas; physical skills, mental skills,
and social adjustment skills.

Objectives:
1. The T.A., given a 1ist of definitions, can state the definitions
of the terms: assessment, informal assessment, and formal assessment,
2. The T.A., given a list of statements, can identify the purposes of
both informal and formal assessment.
3. The T.A., qiven a case study file folder of a student, can list
the data which is pertinent to the prescriptive instructional plan
of that student.
4. The T.A. can list five formal assessment devices and state the
instructional relevance of the scores from the devices.
5. The T.A. can informally assess an actual student and determine a
priority need in each of the domain areas.
6. The T.A., using infornal assessment techniques, can develop a 1ist
of reinforcers for three students that may be used as payoffs for

performing new skills.

7. The T.A. can detgrming a student's ,Jearpjna styles.for different,

vaatypes of learning.
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8. The T.A. can detormine-thecraTative strénaths of 'a.studentdss®
learning modaltities.’

9, The T.A., using either informal or formal assessment techniques
and devices, can evaluate the quality of their cwn teaching nerfor-

mance and describe changes for improvement.
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4. Trained in behavior management techniques appropriace for Lse Wit

the toderately and szvoral yotayded

el

val:
The Training Assistant can use behavior management techniques with
the moderately and severely retarded.

Qhjectives:

1. The T.A. can describe and measure a child's haseline hehavior,

using charting techniques, in each domain: mental, physical, and

social adjustment.

2. The T.A. can utilize methods of behavior manacement to increase

a desired behavior,

3. he T.A. can utilize methods of behavior management to decrease

orr eliminate an undesirable behavior.

4. The T.A. can descrile and demonstrate the use of consequences

in the learning process.
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5. Ability to implement individualized and qroun instruction annro-

priate for use with the mederately and severely retarded

Goal:
The Training Assistant can implement individualized and aroun
instruction approoriate for use with the moderately and severe-
1y retarded.

Objectives:
1. The T.A., under supervision, can implement desiagned proarams

“ vhich incorporate the thron =aier sensory innut fodalities:

auditory, visual, tactile-kinesthetic.
2. The T.A., under supervision, can implement a desianed pro-
gram in developing an individual's mental skills.
3. The T.A., under supervision, can imnlement a desianed proaram
in developing an individual's social adjustment skills.
4. The T.A., under supervision, can implement a desicned program
in developing an individual's physical skills.
5. The T.A., under supcrvision, can implement a desiqned proaram
in developing an individual's prevocational and/or vocational

skills.




PERFORMANCE OBJECTIVES
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COMPETENCY TRAINING AREAS,
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Preliminary MNote

Many times the term "domain areas" is used te discuss the total instruc-
tional milieu of client skills developed. This term has been derived from

Bloom's Taxonomy of Learning and from the plans developed by the Colorado

Division of Mental Retardation's Master Planning Committee.

The three domain areas are physical skills, mental skills, and social
adjustment skills. The order presented does not denote a specific impor-
tanca and are treated equally in this presentation of performance objectives.

Physical skills are those motor behaviors required for an individual
to function in his environment.

Mantal skills are those hehaviors necessary to acquire and use know-
ledge effectively.

Sociél adjustment skills are those personal and interpersonal hehaviors
necessary to function anpropriately vithin the norms of society.

Each set of performance objectives are developed under comparatively
dichotomous competencies. However, the specific listing of competencies
are organized in a Tluncar fashion so that entry to any of the competencies

requires the skills developed from the previous competency.
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1, Ability to disnlay knowledae of developmental disabilities with emphasis

on mental retardation

Goal:
Tha Teacher shall have developed a sufficicently integrated back-
ground material concerning the exceptional and normal child and relate
this to specific individuals in the three domain areas; physical skills,
mental skills, and social adjustment skills.

Objectives:
1. Teacher can state in writing selected definition from the American
Assoctation of Mental Deficiency Manual on Terminology and Classi-
fication ip Mental Retardation.
2. Teacher can write facts relating to the following epidemological
variables:
a. incidence (by area of exceptionality).
b. family backqround.
3. Teacher, when given a list of learning deficiencies, can discuss
six of the items in terms of their relationship to the area of mental
retardation in regard to training possibilities.
4. Teacher, when given a list of Tearning deficiencies, can discuss
six of the items in terms of their relationship to the area of mental
retardation in combination with scme other learning disability in
regard to training possibilities.
5. Teacher can identify important developmental milestones of normal
growth and development patterns and place them in sequence in order
of appearance.
6. Teacher, given a 1ist of major medical syndromes associated with
mental retardation, can identify the major causes, symptoms, and

medical treatments.
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/. Teacher can identify and explain at least three environmental
variables which lead to retarded behavior and which may be manipulated
to ameliorate or preclude retardad hehavior.

8. Teacher will submit in writing a review of one research study
relating to instructional implications of the moderately and severely
retarded in each of the three domain areas.

9. Teacher, fiiven a 1ist of approved texthooks on retardation, will
read one text and submit a typewritten review of no less than five
rages which includes a short discussion of one tearhing theory as it
relates to the training of the retarded,

10, Teacher, using an actual moderately or severely retarded fndividual,
can write a developmental history and current functioning level as those
factors relate to possible traininag proarams in each of the three domains

of that individual.
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2. _Ability to write learner aoals and objectives appropriate for use with

the nmoderately and severely retardad

Goal:
The Teacher shall understand the functicns of and te able
to write learner goals and objectives appropriate for use with the
moderately and severely retarded in the three domain areas.
Objectives:
1. Teacher, qgiven a 1ist of statements, can identify the purposes of
Tearner goals and objectives.
2. Teacher, given a 1ist of definitions, can state the definitions of
Tearner goals and objectives.
3. Teacher can vwrite a Yearner goal in each of the domain areas.
4, Teacher can write a learner objective that meets a apal in each of
the domain areas.
5. Teacher can write a terminal objective and chain four related sub-
objectives using either forward or reverse chainina procedures.
6. Teacher, given a tcrminal ohjective and a series of other objectives,
can determine which objectives can be included as subobjectives and

order them using forward chaining procedures.
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3. Skilled in the techniques of assessment appropriate for use with the

moderataly and severely retarded

Goal:
The Tedacher stall Fave sufficiently inteyrated information
of informal and formal assessment techniques to be able to understand
student information and perform individual student assessment; and be
able to relate this data to specific individuals in the three domain
areas; physical skills, mental skills, and social adjustment skills.
Chjectives:
1. Teacher, given a 1ist of definitions, can state the definitions
of the terms; assessment, informal assessment, and formal assessment,
2. Teacher, aiven a list of statements, can identify the purposes of
both formal and informal assessment.
3. Teacher, given a case study file folder of a student, can list
the data which is pertinent to the prescriptive instructional plan of
that student.
4, Teacher can list five formal assessment devices and state the
instriuctional relevance of the scores frcm the device.
5. Teacher can informally assess an actual student and determine a
priority need in each of the domain areas.
6. Teacher, using informal assessment tachniques, can develop a list
of reinforcers for three students that may be used as payoffs for
performing new skills,
7. Teacher can assess a student's learning styles in each of the

domain areas.
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8. Teacher can assess a student's learning modalities in cach of the
domain areas.
9. Teacher, using efther informal or formal assessment techniques and

devices, can evaluate the quality of their ovin teaching performance and

describe changes for improvement.
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4. Trained in bebhavior management techniques appropriate for use uith

the noderately and ceverely retarded

Goal:
The Teacher shall demonstrate competency in the utilization of behavior

management techniques and the writing of behavior modification programs.

Objectives:

1. Teacher can diagram or describe the procedures used to develop a
desired behavior or skill of a student.

2. Teacner can diagram cr describe the procedures used to reduce or
eliminate an undesired behavior.

3. Teacher can define the terms; primary and secondary reinforcers.

4, Teacher can demonstrate an acceptable method for collecting and
recording behavioral data using frequency, ratc, and time sampling,

5. Teacher, given an actual student, can demonstrate skill of behavior
management techniques by developing a desired student behavior or skill
and providing recorded data to show change.

6. Teacher, given an actual student, can demonstrate behavior manage-
ment techniques by reducing ovr e]ifinatinn an undesired student behavior
and providing recorded data to show change.

7. Teacher can write a behavior management program that can he used to
develop a desired hehavior in each dcmain area, charting and reinforcing
procedures must be included.

8. Teacher can write a behavior management program that can he used to
reduce or eliminate an undesired behavior, charting and reinforcing

procedures must be included.
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9. Teacher can demonstrate or describe the use of fadina a primary
refnforcer with a secondary reinforcer that 1s common within a

student's environment.

10. Teacher can explain the effects of constant and variable reinforcing

schedules,
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5. Ability to design individualized and aroup instruction appropriate for

use with the moderately and severely retarded

Goal:
The Teacher shall be able to design prescriptive programs that meet
the needs of the students incorporating activities to develop skills
in all of the domain areas.

Objectives:
1. Teacher can list the two priority needs of five students in each
of the three domain areas and write these needs in hehavioral language,
2. Teacher, given appropriate information of a studenti's needs in each
of the domain areas, can design specific activities using visual, audi-
tory, and kinesthetic modalities for each described need.
3. Teacher, given appropriate information about a student's learning
styles, can design an acceptable classroom plan to use these styles as
strengths.
4, Teacher, given appropriate information about a student's learning
modalities, can design an acceptable classroom plan to use these
modalities as strengths,
5. Teacher can define each of the following concepts and state at
least two ways each can improve the program using the classical self-
contained classroom as a comparison.
6. Teacher, using own agency or one provided, can describe how each
of the following concepts can be used:
Modular Scheduling
Platoon System

Team Teaching ,
Integretion with other agencies
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7. Teacher, given appropriate {nformation of goals, needs, objectives,
and baselines for five students, can write a cne-day program of indi-
vidual and group planning. The one-day progr i wus: include use of
staff, recording and progress forms, learning centers, placement

of furniture, listing of materials and supplies, and orqanizational

setting {modular schedules, platooning, team teaching, etc.).
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6. Ability to implement individualized and aroup instruction apnrorriate

for use with the moderately and severely retarded

Goal:
The Teacher shall be able to use several instructinnal aids and
strategies in each domain to develop student skills adapted to
individual learning styles and learning mgdalities of students.

Objectives:

1. Teacher, using at least 10 instructional aids and instructional
strategies utilizing at least two staff members, can demonstrate suc-
cessful programming for at least five students heina proarammed con-
currently within the same classroom.

2, Teacher can evaluate an instructional strategy and activate
alternate strategies to ameliorate any stated weaknesses, include data
to support any student change as a result of the change in strategies.
3. Teacher demonstrates consistent use of prescriptive proaramming

over a period of six weeks as evaluated by a qualified observer.
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7. Ability to interact with parents in consultation and home planning

appropriate for use with the moderately and severely retarded

Goal:
The Teacher shall demonstrate the ability to interact with parents
of the moderately and severely retarded in order to coordinate pro-
grarming between the agency and honme,

Objectives:
1. Teacher can demonstrate effective communication with parents through
a roleplaying situation in which presentation includes a 11sting of
anticipated parental reactions, a collection of supportive educational
data, and knowledge of external resources available for family assistance.
2. Teacher c¢an demonstrate ability to communicate to parents the
progress and problems of their child with suggested program plans, as
judged by a qualified professional,
3. Teacher can demonstrate, through written cormunication (reports
of progress, etc.) to parents, the ability to describe a child's pro-
gram and prodaress.
4. Teacher can train a parent to use a home training program and pro-
vide evidence of the results,
5. Teacher can demonstrate knowledge of agencies in the local com-
munity that can assist families of the moderately and severely retarded

by Visting such agencies and the types of assistance they can provide.



PERFORMANCE OBJECTIVES
OF
COMPETENCY TRAINING AREA,
LEVEL IV: TEACHER-SUPERVISOR
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Pretiminary Note

There are two components to the philosophy underlying the Level IV:
TEACHER-SUPERVISOR competency, instructional and administrative. The
Level IV parson functions in a variety of settings, 1n either capacity
with the roles being defined according to agency need.

In the instructional capacity, the Tecacher-Supervisor is mainly
concerned with pirogram. The miniinum competencies state that the Level IV:
Teacher-Supervisor has a teaching background, thereby this person has a
foundation frcm which to work., From this base, the Teacher-Supervisor
expands efforts from instructional prograisming for a single classroom to
instructional programming for an entire center. Teaching background
(Lavel IIX) s integrated to a higher level of abstract activity so that
this person may serve as a resource for the center by providing technical
instructional direction.

Tie administrative ccmponent is Flexibly defined according to individual
agencies. Administrative activities may include: 1) seeking out new instruc-
tional materials for the center; 2) upgrading staff through meaningful
in-service and contiiuing education; 3) maintaining communication with
other agencies, parents, and persons; 4) participating in evaluation of
staff and clients; 5) writing project proposal and ceneral management of
agency budgets; and 6) overseeing research data and the maintenance of

required data reporting forms,
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1. Skilled in techniques of staff development

Goal:

The Teacher-Supervisor demonstrates the ability to fulfill the neecds
of an agency for development by intrcducing new proaram materials,
and services.

Objectives:
1, The T-S determines the needs in the agency for staff development
including (but not 1imited to) additionral personnel and how to acquire
such personnel,
2. The T-S organizes and carries out an in-service training program
for purposes of demonstration, application and utilization of new
program materials and instructional strategies.
3. The T-S researches new program materials and maintains an up-to-date

library of extant and newly developed materials.
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2. Skilled 3n technicues of vesearch deslan and statistical reporting

Goal:
The T-S organizes and utilizes a systematic approach in developing
and evaluating instructional programs.

Objectives:
1. The T-S writes a project proposal meeting a stated need including:
1) goal statement and measurable objectives; 2) a strateqy for collecting
data; 3) appropriate activities; and 4) a method for analyzing the
results.
2, Given two instructional program alternatives, the T-S designs a
methed for determining which is the more effective.
3. The T-S uses and interprets graphs, charts, and statistical tables.
4. Given specific formulas, the T-S performs the mathematical func-
tions on raw data and interprets the results.

5. Given appropriate data, the T-S cvaluates the aquality of a proaram.
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3. Skilled in program budaeting
Goal:

S——————

The T-S prepares a budget which includes ccst benefits and cost
effectiveness,

Objectives:

1. Given information ahout student subsidization, the T-S plans a
line item hudget for an instructional proqram,

2. The T-S projects replacement of materials and supplies in order
to maintain current level of effectiveness.

3. The T-S demonstrates knowledge of where and what types of monies
are available for an appropriate student population.

4. The T-S writes grant requests for monies available for the student
population,

5. Given needs and client developmental Tevels, the T-S evaluates a
budget for a prescriptive program,

6. The T-S computes the cost effectiveness of in-servicing personnel
which includes conferences, workshops.

7. In a workshop setting, the T-S sets up contracts for client jobs.
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4., SYi1lcd in the developnent of prescriptive instructional proqrams
Goal:

The T-S coordinates prescriptive instructional programs which utilize

the available resources and services within and outside the agency.

Objectives:
1. The T-S 1ists and prioritizes client needs for remedfation in the
following areas: physical, mental and social adjustment.
2. The T-S chooses the appropriate service agency to meet the needs of

the client in such areas as:
a. medical

b. dental

c. psychological

d. social services

e. rehabilitation

f. legal

3. The T-S given reports of clients at approximately the same develop-
mertal level, coordinates their instructional activities into a one
year program in the following three areas: physical, mental, social
adjustment.

The T-S writes three goals for clients in each level of placement:
. Preschool

Day training

Pre-vocaticonal
Vocational

OO TO N
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5, Skilled in censulting and nlanning hore programs with parents of the

moderately and severely retarded

Goals

The T-S interacts with parents of the moderately and severely retarded
and cocrdinates programs among agency, home, and community,
Objectives:
1. The T-S communicates and interprets the specific agency program
design to parents and other agencies.
2. The T-S lists other service agencies, basides the immediate cehter.
that provide additional services to a student. |
3. The T-S involves parents in a center program and/or outside sérv1ce
agency. j
4, The T-S counsels parents in helping them determine ways to meét
their specific needs.
5. The T-S determines the best source of agency to help meet family

needs.
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6. Skilled in comrunication

Goal:

The T-S deronstrates cormunicative skills,

s b

ectives:

The T-S demonstrates conmunication skills useful with staff in
problem solving situations.
2. The T-S demonstrates communication skills useful with director
and/or board in identifying problems and priorities.
3. The T-S demonstrates communication skills useful with cemmunity
agencies for referral or exchange of information,
4, The T-S demonstrates cormunication skills useful with ancillary
personnel such as social workers, doctors, psychologists and other
professionals.
5. The T-S demonstrates cowmunication skills useful with public rela-
tions agencies, i.e., news media, services clubs, sponsors, businessmen,

etc.




